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OFFICE  OF  PERSONNEL 
MANAGEMENT 

Policy  Agenda  for  the  Office  of 
Personnel  Management 

agency:  Office  of  Personnel 

Management. 

action:  Notice. 


summary:  This  is  the  first  Policy 
Agenda  for  the  Office  of  Personnel 
Management  (0PM).  It  idenififies  the 
areas  of  concern  and  key  policy  issues 
which,  in  OPM’s  opinion,  are  likely  to 
confront  the  Federal  civil  service  and 
0PM  in  the  near  future,  as  well  as  some 
issues  covering  a  longer  span  of  time. 
COMMENT  date:  September  2, 1980. 
Comments  received  after  this  date  will 
be  retained  for  furute  consideration. 
ADDRESS:  Send  or  deliver  written 
comments  to:  Director,  Office  of 
Planning  and  Evaluation,  Room  3305, 
Office  of  Personnel  Management,  1900  E 
St.,  NW.,  Washington,  D.C.  20415. 

FOR  FURTHER  INFORMATION  CONTACT: 
Robert  K.  Summers,  202-632-6593. 
SUPPLEMENTARY  INFORMATION:  This  is 
the  first  Policy  Agenda  for  the  Office  of 
Personnel  Management  (0PM).  It 
identifies  the  areas  of  concern  and 
specific  issues  on  which  0PM  plans  to 
concentrate  its  policy  analysis  and 
development  efforts  and  resources.  Civil 
Service  Reform  Act  initiatives  are 
considered  to  be  in  the  implementation 
stage  and  are  therefore  not  a  part  of  this 
Policy  Agenda.  The  Agenda  will  be 
updated  periodically  to  reflect  the 
resolution  of  current  issues  and  to  add 
new  issues. 

Office  of  Personnel  Management. 

Beverly  M.  Jones, 

Issuance  System  Manager. 

OPM  gives  notice  of  its  Policy  Agenda 
as  follows: 

Policy  Agenda  for  the  Office  of 
Personnel  Management 

April  1980,  Office  of  Personnel 
Monagement,  Washington  D.C.  20415. 

Introduction 

This  is  the  first  Policy  Agenda  for  the 
Office  of  Personnel  Management  (OPM). 
It  identifies  the  areas  of  concern  and 
specific  issues  on  which  OPM  plans  to 
concentrate  its  policy  analysis  and 
development  efforts  and  resources.  Civil 
Service  Reform  Act  initiatives  are 
considered  to  be  in  the  implementation 
stage  and  are  therefore  not  a  part  of  this 
Policy  Agenda. 

The  original  draft  of  this  Agenda  was 
circulated  for  comments  in  October  1979 
to  OPM  executives,  to  Assistant 


Secretaries  for  Administration  in  six 
agencies,  to  ten  agency  Directors  of 
Personnel,  and  to  executive  staff  in  the 
Office  of  Management  and  Budget,  a 
total  of  43  persons. 

The  draft  was  revised  in  accordance 
with  comments  received,  and  presented 
to  OPM’s  Policy  and  Research  Advisory 
Board.  This  Board,  consisting  of  fourteen 
executive-level  OPM  officials,  was 
established  by  the  Director  of  OPM  on 
November  1, 1979  to  review  and  provide 
recommendations  on  major  Federal 
personnel  management  issues.  Between 
November  1979  and  February  1980,  this 
Board  met  four  times  to  consider  the 
draft  Agenda.  The  Policy  Agenda  which 
follows  reflects  the  judgement  of  the 
Board  as  to  the  key  issues  likely  to 
confront  the  Federal  civil  service  and 
OPM  in  the  near  future,  as  well  as  seme 
issues  covering  a  longer  span  of  time. 

The  Agenda  will  be  updated 
periodically  to  reflect  the  resolution  of 
current  issues  and  to  add  new  issues. 
Staff  support  for  the  Policy  Agenda  is 
provided  by  OPM’s  Office  of  Planning 
and  Evaluation. 

The  Policy  Agenda  is  available  to  all 
interested  parties.  Comments  and 
suggestions  are  welcome,  and  should  be 
addressed  to:  Director,  Office  of 
Planning  and  Evaluation,  Office  of 
Personnel  Management,  1900  E  Street, 
NW,  Washington,  DC  20415. 

Table  of  Ckmtents 
Introduction 

1.  Area  of  Concern;  Employee  Benehts 

1.1  Mobility  ^ 

1.2  Health  Care  Costs 

1.3  Early  Retirement  for  Law  Enforcement 
Officers,  Firefighters  and  Air  Traffic 
Controllers 

1.4  Sick  Leave 

1.5  Disability  Retirement  System 

1.6  Retirement  System  Costs 

1.7  Civil  Service  Retirement/Social  Security 
Integration 

1.8  Day  Care  Facilities 

1.9  Employee-Tailored  Benefits  Packages 

2.  Area  of  Concern:  Simplification  of  the 

System 

2.1  Classification  and  Qualification 
Standards 

2.2  Streamlined  Staffing  Procedures 

2.3  Career-Conditional  Employment 

2.4  Personnel  Investigations 

2.5  Excepted  Service 

3.  Area  of  Concern:  Competence  of  the 

Workforce 

3.1  Fitness-For-Duty  Examinations 

3.2  Employee  Retraining 

3.3  Selection  of  Supervisors  and  Managers 

3.4  Effectiveness  of  Supervisors 

3.5  Employee  Counseling 

3.6  Mid-Level  Development  Programs 

4.  Area  of  concern:  Management 

Improvement 

4.1  Technology  and  the  Workforce 

4.2  Tailored  Personel  Systems 

4.3  Humanistic  Management 


4.4  Alternatives  to  Ceiling  Control 

4.5  Contracting  Out 

4.6  Overtime  Policies 

4.7  Productivity  and  Personnel  Management 

4.8  Grade  Escalation 

5.  Area  of  concern:  Labor-Management 

Relations 

5.1  Improving  the  Labor-Management 
Relationship 

6.  Area  of  concern:  Merit  and  Entitlement 

6.1  Employment  of  Handicapped  Individuals 

6.2  Multiple  Clientele  Groups 

6.3  Written  Tests 

7.  Area  of  concern:  Long-Range  Policy  issues 

7.1  -  Workforce  Planning 

7.2  Future  Role  of  Personnel  Organization 

1.  Area  of  Concern:  Employee  Benefits 

Employee  benefits  are  a  major  Federal 
personnel  management  concern  not  only 
because  of  their  very  substantial 
expense,  but  also  because  of  their  effect 
on  employee  morale  and  productivity. 
Benefits  are  becoming  increasingly 
important  in  the  private  sector  and  we 
can  expect  them  to  become  more 
important  in  the  public  sector  as  well. 
OPM  needs  constantly  to  review  its 
approach  to  employee  benefits  to 
determine  if  changes  are  necessary  to 
satisfy  both  management  objectives  and 
employee  needs. 

^veral  areas  of  concern  in  the  next 
few  years  can  be  identified  now.  The 
proposed  Compensation  Reform  Act 
focuses  renewed  attention  on  the 
benefits  portion  of  the  total 
compensation  package.  Unions  can  be 
expected  to  pay  even  more  attention  to 
this  area  than  they  have  in  the  past.  The 
dollar  equivalent  value  of  various 
benefits  will  be  hotly  debated.  As  a 
supplement  to  the  present  across-the- 
board  approach,  consideration  could  be 
given  to  tailoring  benefit  packages  to 
achieve  specific  management  objectives 
such  as  the  recruitment  of  particularly 
desirable  individuals  into  the  Senior 
Executive  Service  or  the  retention  of 
specialists  in  hard-to-fill  jobs.  Whether 
the  Civil  Service  Retirement  System 
should  be  integrated  with  Social 
Security  will  be  a  major  issue,  as  will 
improvements  in  early  retirement, 
disability  retirement,  and  funding  of  the 
retirement  system. 

Fruitful  areas  for  research  include 
employee-tailored  benefit  packages, 
relocation  assistance,  and  health  care 
costs.  Other  areas,  such  as  day-care 
centers,  have  been  fully  researched,  but 
policy  decisions  remain  to  be  made. 
Other  forms  of  benefits  or  incentives 
which  may  not  technically  be  a  part  of 
the  total  compensation  comparability 
formula  will  also  become  more 
important  as  expectations  concerning 
the  quality  of  working  life  rise.  These 
will  include  relocation  assistance  for 
transferred  employees,  improvements  in 
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occupational  safety  and  health,  and 
increased  opportunities  for  flexitime, 
compresssed  work  schedules  and  part- 
time  work.  Union  interest  in  influencing 
the  scope  of  these  and  other  benefits 
which  affect  the  quality  of  work  life  can 
be  expected  to  increase. 

Following  are  some  of  the  more 
significant  policy  issues  in  this  area 
which  have  been  identified  at  this  time. 

I  1.1  Mobility 

Issue.  What  should  the  Federal  Policy 
be  with  respect  to  employee  mobility 
and  relocation? 

Background.  The  Cherry  Hill 
Conference  highlighted  this  issue  as  a 
major  concern  of  agency  managers.  In 
recent  years  there  has  been  an 
increasing  reluctance  on  the  part  of 
employees,  both  public  and  private,  to 
relocate  for  career  advancement. 

Several  factors  influence  this 
development,  including  the  high  cost  of 
housing,  disruption  to  family  life, 
changed  values  with  respect  to 
achievement,  and  dual  income  families 
where  relocation  affects  two  jobs 
instead  of  one. 

The  Federal  Government  needs  to 
determine  whether  changed  attitudes 
towards  mobility  and  relocation  are  ' 
having  an  adverse  impact  on  mission 
accomplishment,  and  if  so,  what  needs 
to  be  done  to  address  the  problem.  In 
addition,  current  policies  concerning 
reimbursement  for  house-hunting  trips, 
shipping  and  moving  expenses, 
temporary  lodging,  and  payment  for 
closing  costs  and  lease-breaking  need  to 
be  reviewed  for  continued  relevance. 

Activity  Related  To  Issue:  1.  Title: 
Joint  OPM-GSA-OMB  project  to  study 
employee  mobility  and  relocation  issue. 

Estimated  Completion  Date:  To  be 
determined. 

Current  Status:  Preliminary 
organizational  stage. 

2.  President’s  Conference  on  Families, 
in  which  OPM  will  participate,  may 
address  stress  on  the  family  caused  by 
our  mobile  society. 

1.2  Health  Care  Costs 

Issue.  Should  OPM  do  more  to  help 
contain  health  care  costs  of  Federal 
employees  without  reducing  the  quality 
of  protection? 

Background.  Health  care  costs  have 
been  growing  faster  than  other  costs  in 
the  economy.  There  are  various 
proposals  under  consideration  by 
Congress  for  containing  health  care 
costs  for  the  general  population.  OPM 
has  some  leverage  in  containing  health 
care  costs  for  Federal  employees 
through  its  administration  of  employee 
health  plans.  Suggestions  to  accomplish 
this  include  fostering  greater 


competition  between  plans  by  making  it 
easier  for  Federal  employees  to  compare 
the  benehts  of  different  plans,  a  task 
which  is  not  easily  done  now.  Over  100 
separate  health  insurance  plans  are 
available  to  civilian  employees,  and 
their  benehts  vary  considerably. 

OPM  needs  to  define  its  role  in  the 
cost  containment  area  and  evaluate  the 
sufficiency  of  current  efforts  to  help 
contain  Federal  employees’  health  care 
costs.  In  1978,  the  Federal  Employees 
Health  Benefits  Program  had  receipts  of 
$3.2  billion  and  payments  of  $3.0  billion. 

Activity  Related  To  Issue: 
Compensation  Group  to  prepare  policy 
options  paper  for  Policy  and  Research 
Advisory  Board  consideration. 

U  Early  Retirement  for  Law 
Enforcement  Officers,  Firefighters,  and 
Air  Traffic  Controllers 

Issue.  What  legislative,  regulatory,  or 
administrative  changes  should  be  made 
in  current  policies  which  provide  for  the 
early  retirement  of  law  enforcement 
officers,  firefighters,  and  air  traffic 
controllers? 

Background.  Beginning  on  July  11, 

1947,  with  the  enactment  of  F^b.  L.  80- 
168,  the  Congress  passed  a  series  of 
laws  to  provide  special  retirement 
benefits  and  early  mandatory  retirement 
for  Federal  law  enforcement  officers, 
firefighters,  and  air  traffic  controllers. 
The  special  retirement  laws  are  based 
on  the  premise  that  the  duties  of  the 
covered  occupations  generally  are 
strenuous,  arduous,  and  hazardous,  and 
therefore  their  satisfactory  performance 
requires  youth  and  vigor.  These  laws 
provide  approximately  55,000  Federal 
employees  with  special  retirement 
benefits.  In  1977,  GAO  released  a  report 
critical  of  the  early  retirement  program 
for  firefighters  and  law  enforcement 
personnel.  GAO  said  that  covered 
employees  are  not  retiring  much  earlier 
than  employees  under  regular  civil 
service  retirement  provisions,  that 
coverage  is  being  extended 
indiscriminately  to  persons  whose  jobs 
do  not  involve  performing  duties  defined 
as  duties  of  law  enforcement  or 
firefighter  personnel  per  se,  and  that  the 
program  is  too  costly  in  light  of  the  fact 
that  it  only  marginally  reduces  the 
retirement  age  of  firefighters  and  law 
enforcement  personnel. 

In  1977,  the  House  Subcommittee  on 
Compensation  and  Employee  Benefits 
held  hearings  which  raised  additional 
questions  concerning  the  early 
retirement  program.  As  a  result  of  these 
hearings,  OPM  has  been  reviewing  the 
early  retirement  provisions  for 
firefighters,  law  enforcement  officers, 
and  air  traffic  controllers  in  order  to 


develop  recommendations  to  Congress 
for  improvements  in  the  program. 

Activity  Related  To  Issue:  Title:  Task 
force  on  early  retirement  for  firefighters, 
law  enforcement  officers,  and  air  traffic 
controllers.  Estimated  Completion  Date: 
Late  1980.  Current  Status:  Several  task 
force  meetings  have  been  held  and 
additional  ones  are  planned.  The  task 
force  includes  representatives  from 
several  agencies. 

1.4  Sick  Leave 

Issue.  Are  there  improvements  which 
can  be  made  to  the  present  sick  leave 
system? 

Background.  The  present  sick  leave  • 
system  has  been  criticized  for  perceived 
employee  abuse  and  for  costing  too 
much  money.  Recommendations  have 
been  made  for  improving  the  system,  but 
final  decisions  have  yet  to  be  made. 

Activity  Related  To  Issue. 
Compensation  to  prepare  policy  options 
paper  for  Policy  and  Research  Advisory 
Board  consideration. 

1.5  Disability  Retirement  System 

Issue.  What  improvements  should  be 
made  to  the  present  disability  retirement 
system? 

Background.  'The  Civil  Service 
disability  retirement  program  has  been 
criticized  because  the  rate  of  disability 
retirement  is  higher  than  that 
experienced  by  Social  Security,  because 
of  the  relatively  low  rate  of  recovery 
from  disability  that  has  been 
experienced  by  the  Civil  Service 
disability  retirement  program,  and 
because  the  disability  roll  has  not  been 
reduced  through  strict  policing  methods. 
OPM  believes  that  improvements  can  be 
made  in  the  system  to  overcome  these 
administrative  problems.  Closely  related 
issues  are  whe^er  the  basis  and 
amounts  of  disability  annuities  are 
sufficient  to  sustain  disabled  retired 
employees. 

Activity  Related  To  Issue.  1.  Title: 
Disability  retirement  study.  Estimated 
Completion  Date:  Completed.  Current 
Status:  Comments  received.  Final  staff 
report  being  prepared. 

1.6  Retirement  System  Costs 

Issue.  What  action  should  be  taken  to 
assure  that  the  Civil  Service  Retirement 
system  is  fully  funded? 

Background.  Annuity  payments  fi'om 
the  civil  service  retirement  fund 
increased  279  percent  from  fiscal  year 
1970  to  fiscal  year  1978.  Federal 
payments  to  the  retirement  fund 
increased  about  400  percent  over  the 
same  period  ($11.1  billion  in  1978).  The 
unfunded  liability  of  the  fund  grew  by 
240  percent  (to  a  total  of  $180  billion) 
from  fiscal  year  1970  to  fiscal  year  1978. 
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The  cost  of  benefits  being  earned  by 
current  Federal  employees  is  not  being 
fully  funded  because  the  present  method 
of  funding  the  retirement  system  does 
not  give  consideration  to  annuity  cost- 
of-living  adjustments.  Ultimately,  the 
Government  must  pay  costs  that 
employee  contributions  do  not.  When 
retirement  costs  are  understated,  the 
costs  of  Government  operations  and 
agency  programs  are  also  understated. 
Understatement  of  retirement  costs  may 
result  in  a  tendency  to  adopt  benefits 
which  could  jeopardize  the  affordability 
of  the  retirement  system. 

Activity  Related  to  Issue;  Title:  Draft 
legislation  to  implement 
recommendations  of  the  Board  of 
Actuaries  for  improved  funding  of  the 
Civil  Service  Retirement  System. 
Estimated  Completion  Date:  Ry  end  of 
FY80. 

Current  Status:  Preparation  of  draft 
legislation  is  in  initial  stages. 

1.7  Civil  Service  Retirement/Social 
Security  Integration 

Issue.  What  should  OPhTs  policy  be 
with  respect  to  proposals  to  integrate 
the  Civil  Service  Retirement  Fund  and 
Social  Security? 

Sackgrqpnd.  The  question  has  been 
raised  as  to  whether  there  should  be 
Social  Security  coverage  for  Federal 
employees  and  whether  the  Social 
Security  and  Federal  Civil  Service 
Retirement  funds  should  be  integrated. 
The  Secretary  of  Health,  Education,  and 
Welfare  has  completed  a  study,  as 
directed  by  Pub.  L.  95-216,  enacted 
December  20, 1977,  of  the  feasibility  and 
desirability  of  extending  Social  Security 
coverage  to  Federal  employeas,  as  well 
as  to  State  and  local  Government 
employees  and  employees  of  non-profit 
organizations  who  are  not  now  covered. 

The  DHEW  study  has  been  completed 
and  was  sent  to  the  Congress  on  March 
24, 1980.  The  study  neither  advocates 
nor  opposes  coverage  of  Federal 
employees  by  Social  Security.  Rather,  it 
presents  Congress  with  an  analysis  of 
the  implications  of  continuing  Federal 
employees  outside  the  Social  Security 
system,  and  of  options  for  extending 
Social  Security  coverage  to  Federal 
employees  by  integrating  the  benefits 
provided  by  Social  Security  and  Civil 
Service  Retirement. 

The  Secretary  of  HEW  wrote  in 
transmitting  the  study  group’s  report  to 
Congress  that  the  “Administration  has 
taken  no  position  on  the  Report  and  has 
no  plans  at  this  time  to  submit 
legislation  regarding  changes  in  Social 
Security  coverage.” 

Activity  Related  to  Issue: 
Compensation  to  prepare  briefing  for  the 
Policy  and  Research  Advisory  Board  on 


the  HEW  report,  and  alternatives  for 
0PM  policies. 

1.8  Day  Care  Facilities 

Issue.  Should  there  be  policy  changes 
with  respect  to  providing  day  care 
facilities  for  the  children  of  Federal 
employees? 

Rackground.  One  of  the  greatest 
impediments  to  full  participation  in 
employment  faced  by  women  is  the  lack 
of  adequate  day  care  facilities.  The 
problem  will  become  more  severe  as  the 
percentage  of  working  mothers 
increases  during  the  next  decade. 

Activity  Related  to  Issue:  1.  Title: 

Draft  legislation  on  Federal  day  care 
centers.  Estimated  Completion  Date:  Not 
yet  determined.  Current  Status:  Federal 
Womens’  Program  Office  is  preparing 
backgroimd  and  justification  material, 
expected  to  be  ready  by  end  of  April 
1980. 

2.  Office  of  Affirmative  Employment 
Programs  to  brief  Policy  and  Research 
Advisory  Board  on  issues  and  draft 
legislation. 

1.9  Employee-Tailored  Benefits 
Packages 

Issue:  What  are  the  significant 
constraints  and  policy  issues  which 
need  to  be  considered  in  evaluating 
whether  or  not  employee-tailored 
benefits  packages  are  appropriate  to  the 
Federal  compensation  system? 

Rackground:  There  has  been  some 
experimentation  in  private  industry  with 
employee-tailored  benefits  packages. 
'This  concept  permits  individual 
employees  to  select,  within  a  given 
dollar  limit,  the  mix  of  pay,  leave, 
insurance,  health  benefits,  retirement 
benefits,  and  other  compensation 
elements  which  best  satisfies  the 
employee’s  own  individual  needs.  The 
total  compensation  cost  to  the  employer 
remains  essentially  the  same,  but 
employees’  total  compensation  needs 
are  more  satisfactorily  met.  In  some 
cases  packages  could  be  tailored  to 
meet  specific  management  objectives 
such  as  recruitment  or  retention  of 
desirable  individuals  or  groups. 

Activity  Related  to  Issue;  A  Title  VI 
research  effort  to  assess  the  state-of-the- 
art  concerning  flexible  benefits  has 
tentatively  been  funded. 

2.  Area  of  Concern:  Simplification  of  the 
System 

For  years  there  have  been  complaints 
that  the  Federal  personnel  system  is  too 
complicated,  that  there  is  too  much 
paperwork,  that  systems  are  outmoded, 
and  that  the  personnel  process  is 
generally  unresponsive  to  management 
needs.  To  some  extent  the  Civil  Service 
Reform  Act  has  addressed  this  problem 


through  the  requirement  for  more 
delegation  of  authority  to  agencies.  This 
is  a  step  in  the  direction  of  speeding  up 
personnel  case  processing,  but  it  can 
also  mean  simply  a  transfer  of  work 
fi'om  one  agency  to  another  and  not  a 
simplification  of  the  way  the  work  itself 
is  actually  done. 

OPM  needs  to  take  the  lead  in 
restudying  the  basic  objectives  of  such 
personnel  systems  as  the  classification 
system  to  see  if  there  isn’t  a  more 
efficient  and  effective  way  to  achieve 
the  basic  objective  than  the  way  we  are 
operating  now.  The  Federal  Government 
needs  better  ways  to  organize  during 
times  when  there  is  a  shrinking 
workforce  and  a  rising  workload.  OPM 
needs  to  continually  search  for  ways  to 
simplify  the  administration  of  new 
CSRA  initiatives  such  as  streamlined 
disciplinary  procedures. 

Resources  for  carrying  out  the 
personnel  management  function  are 
likely  to  remain  scarce.  More  efficient 
ways  to  carry  out  personnel 
management  responsibilities  are  needed 
if  personnelists  are  to  continue  to  be  a 
responsible  part  of  the  management 
team. 

Following  are  some  of  the  more 
significant  policy  issues  in  this  area 
which  have  been  identified  at  this  time. 

2.1  Classification  and  Qualification 
Standards 

Issue.  What  policy  options  are  there 
to  develop  a  more  efficient  and  effective 
system  for  the  classification  and 
qualification  needs  of  the  Government? 

Background.  The  Cherry  Hill 
Conference  highlighted  this  issue  as  a 
major  concern  of  agency  managers. 
Agency  managers  have  expressed 
concerns  regarding  the  need  of  eighteen 
different  GS  levels,  the  slowness  of 
classification  standards  development, 
the  difficulty  in  developing  urgently 
needed  standards  as  the  system 
presently  operates,  the  large  amount  of 
personnel  and  management  time  needed 
to  run  the  system,  and  the  general 
cumbersomeness  of  the  system.  While 
we  need  to  improve  and  speed  up  the 
present  system  for  standards 
development,  we  also  need  to  look  on  a 
high  priority  basis  at  options  for 
developing  an  entirely  new  approach  to 
classification  and  qualification. 

Activity  Related  to  Issue:  1.  Special 
government-wide  task  force  being 
established  to  study  the  position 
classification  system. 

2.  Results  from  the  Navy 
demonstration  project  will  have  an 
impact  on  this  issue. 
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22  Streamlined  Staffing  Procedures 

Issue.  Beyond  the  Model  Staffing  Plan, 
what  additional  actions  can  be  taken  to 
further  streamline  staffing  procedures? 

Background.  Since  enactment  of  the 
Civil  Service  Reform  Act,  OPM  has 
taken  several  steps  to  streamline  the 
appointment  process.  These  steps 
include  development  of  a  Model  Staffing 
Plan,  testing  of  a  special  on-call 
employment  plan  for  large  industrial 
activities,  approval  of  a  plan  to  simplify 
recruitment  in  disaster  areas,  revision  of 
merit  promotion  guidelines,  and 
delegation  of  certain  staffing  authorities 
to  agencies.  However,  room  for 
additional  improvements  remains, 
including  a  procedure  for  measuring  the 
efficiency  and  timeliness  of  Federal 
staffing  procedures. 

Activity  Related  to  Issue:  1.  Title: 
Implementation  of  Model  Staffing 
System.  Estimated  Completion  date:  1st 
quarter  FY  82.  Current  status:  On 
schedule. 

2.  Studies  of  the  career-conditional 
appointment  system  probationary 
period,  on-call  appointment  authority, 
term  promotions,  and  reduction-in-force 
procedures  are  being  conducted  by 
Staffing  Services. 

3.  OPE  and  Staffing  Services  to  work 
together  to  devise  a  method  for 
measuring  the  efficiency  and  timeliness 
of  Federal  staffing  procedures.  Prepare 
status  report  for  Policy  and  Research 
Advisory  Board  consideration. 

2.3  Career-Conditional  Employment 

Issue.  What  should  the  competitive 
appointment  system  consist  of?  How 
many  kinds  of  appointments  are  really 
needed,  and  what  should  be  their 
relationship  to  each  other  in  terms  of 
interchangeability,  benefits,  etc.  Is  a 
longer  or  shorter  probationary  period 
appropriate  for  certain  kinds  of  jobs?  At 
what  point  should  an  employee  acquire 
career  tenure  and  what  should  it  mean? 

Background.  The  career-conditional 
appointment  system  was  created  by 
E.0. 10577  in  1955.  The  system  includes 
significant  civil  service  concepts  such  as 
the  initial  probationary  period,  a  3-year 
conditional  period,  status,  and  tenure. 
The  system  was  designed  in  response  to 
restrictions  on  permanent  appointment 
and  size  of  workforce  in  the  Whitten 
Amendment  and  to  the  conversion 
needs  of  hundreds  of  thousands  of 
employees  hired  indefinitely  during  the 
Korean  emergency.  The  career- 
conditional  period  today  is  essentially 
meaningless  because  the  Whitten 
Amendment  is  no  longer  in  effect.  0MB 
counts  career-conditional  appointees 
against  permanent  ceiling,  and 
individuals  acquire  competitive  status 


upon  completion  of  the  initial  one  year 
probationary  period.  Also,  with 
increased  emphasis  on  performance 
based  personnel  actions  throughout  an 
employee’s  career,  the  career- 
conditional  system  seems  to  have  little 
usefulness  as  an  additional 
probationary  period. 

Activity  Related  to  Issue:  1.  Title: 

Career  conditional  employment  system 
study.  Estimated  completion  date: 

August  30, 1980,  for  Executive  Order. 
Current  Status:  Research  phase 
completed.  Proposal  for  agency 
comment  being  developed. 

2.4  Personnel  Investigations 

Issue.  What  policy  options  are  there 
to  the  existing  program  of  conducting 
full-field  pre-appointment  background 
investigations  on  applicants  for  Federal 
employment? 

Background.  The  Federal  Government 
administers  an  extensive  and  costly 
program  of  full-field  pre-appointment 
personnel  background  investigations. 

The  General  Accounting  Office  has 
questioned  whether  the  security  and 
suitability  determination  goals  of  the 
program  could  not  be  met  in  some  other 
more  cost-efficient  manner. 

Activity  Related  To  Issue:  Title: 

Action  plan  to  study  the  feasibility  of 
implementing  recommendations  of  the 
General  Accounting  Office  in  its  Report 
FPCD  79-79,  “Costs  of  Federal  Personnel 
Security  Investigations  Could  and 
Should  be  Cut.”  (Joint  OPM  and  DOD 
study.) 

Estimated  Completion  Date:  October 
3, 1980. 

Current  Status.  On  schedule  per  plan. 

2.5  Excepted  Service 

Issue.  Should  the  variety  of  excepted 
appointing  authorities  be  regrouped  and 
redefined  in  terms  of  what  fimctions 
they  now  serve?  ' 

Background.  The  excepted  service  • 
was  originally  created  to  accommodate 
positions  of  such  a  nature  that  the 
procedures  for  entering  the  competitive 
service  could  not  or  should  not  be  used. 
Since  then,  a  proliferation  of  separate 
authorities  designed  to  accommodate 
people  in  special  situations  has 
minimized  the  differences  between 
Schedules  A,  B,  and  C. 

Activity  Related  To  Issue:  Staffing 
Services  Group  to  prepare  policy 
options  paper  for  Policy  Advisory  and 
Research  Board  consideration. 

3  Area  of  Concern:  Competence  of  the 
Work  Force 

Workforce  competence  is  a  central 
theme  of  the  Civil  Service  Reform  Act.  It 
is  also  a  central  theme  in  many 
complaints  about  big  Government.  To  a 


large  extent  these  complaints  are 
unjustified.  Nevertheless,  the  work  of 
the  U.S.  Government  is  very  complex 
and  becoming  even  more  complex  each 
day.  Particularly  at  the  top  management 
levels,  the  need  for  exceptional 
competence  is  greater  today  than  ever 
before.  The  CSRA  recognized  this  need 
through  establishment  of  the  Senior 
Executive  Service.  It  also  dealt  with  the 
larger  area  of  competence  through  new 
requirements  for  merit  pay  and 
performance  appraisal.  Much  remains  to 
be  done  however  to  assure  that  the 
competence  of  the  U.S.  workforce 
remains  at  a  high  level. 

Following  are  some  of  the  more 
significant  policy  issues  in  this  area 
which  have  been  identified  at  this  time. 

3.1  Fltness-for-Duty  Examinations 

Issue.  What  is  the  proper  role  of 
fitness-for-duty  examinations  and  what 
conditions  should  govern  their  use? 

Background.  When  an  employee  is 
unable  to  perform  the  duties  and 
responsibilities  assigned  because  of 
medical  or  mental  problems,  the  agency 
may  order  the  employee  to  have  a 
fitness-for-duty  examination.  It  has  been 
alleged  that  fitness-for-duty  psychiatric 
exams  have  sometimes  been  motivated 
by  disciplinary  or  retaliatory  reasons 
rather  than  medical  ones.  Agencies  may 
have  used  such  tactics  to  get  rid  of 
employees  without  having  to  go  through 
the  regular  adverse  action  and  appeals 
procedures.  In  constructing  safeguards 
against  improper  use  of  such 
examinations,  however,  the  legitimate 
use  of  fitness-for-duty  examinations  to 
detect  medical  or  mental  problems  that 
impair  employees  in  their  ability  to  do 
assigned  work  should  be  preserved. 

Activity  Related  To  Issue:  1.  Title: 
Fitness-for-duty  study.  Estimated 
Completion  Date:  Study  completed. 
Current  Status:  Proposed  regulations 
being  prepared. 

3.2  Employee  Retraining 

Issue.  What  policy  options  should  be 
considered  in  relation  to  the  retraining 
of  employees? 

Background.  A  number  of  Federal 
employees  receive  early  retirements 
each  year  under  the  provisions  of 
various  laws.  This  includes  early 
retirements  of  law  enforcement  officers, 
fire  fighters,  air  traffic  controllers,  and 
those  affected  by  major  reduction-in¬ 
force,  major  transfer  of  function,  major 
reorganization,  and  disability. 
Suggestions  have  been  made  that  the 
provisions  of  these  laws  should  be 
reevaluated  to  determine  whether  some 
of  these  employees  could  and  should  be 
retrained  for  other  useful  work  rather 
than  receiving  early  retirement  benefits. 


37642 


Federal  Register  /  Vol.  45,  No.  108  /  Tuesday,  June  3,  1980  /  Notices 


We  also  need  to  develop  clearer 
personnel  management  policy  on  the  use 
of  retraining  in  situations  such  as 
obsolescence  of  jobs,  poor  job 
performance,  remedial  education,  and 
mid-life  career  changes. 

Activity  Related  To  Issue:  WED  to 
prepare  policy  options  paper  for  Policy 
Advisory  and  Research  Board 
consideration. 

S.S  Selection  of  Supervisors  and 
Managers 

Issue.  How  can  pre-selection 
evaluation  of  applicants  for  supervisory 
and  managerial  jobs  be  improved  to 
help  assure  selection  of  persons  with  the 
requisite  competencies? 

Background.  Research  Bndings 
suggest  that  supervisory  and  managerial 
effectiveness  can  be  increased  through 
better  pre-selection  screening.  Research 
conducted  by  the  American  Telephone 
and  Telegraph  Company,  for  example, 
indicated  that  substantially  increased 
screening  efforts  produced  better  fust- 
line  supervisors. 

Activity  Related  To  Issue:  1.  Title: 
Executive  and  managerial  competencies 
survey.  Estimated  Completion  Date: 
September  30, 1980.  Current  Status:  On 
schedule. 

2.  Title:  Executive  competencies 
critical  incidents  study.  Estimated 
Completion  Date:  September  30, 1980. 
Current  Status:  On  schedule. 

3.  Title:  Workforce  Effectiveness  and 
Development  Group  Task  Force  on 
Supervisors.  Estimated  Completion 
Date:  No  completion  date  set.  Current 
Status:  Initial  meetings  held  and  data 
collected  on  current  0PM  efforts  in  the 
area.  Issues  and  possible  activities  for 
task  force  involvement  being  identifled. 

4.  Workforce  Effectiveness  and 
Development  Group  to  develop  state-of- 
the-art  paper  or  research  project. 

34  Effectiveness  of  Supervisors 

Issue.  What  more  can  be  done  to 
improve  the  effectiveness  of  first-line 
supervisors? 

Background.  For  many  years  there 
have  been  repeated  expressions  of 
concern  about  the  ability  of  first-line 
supervisors  to 'perform  their  very 
difficult  and  critical  role.  In  the  past, 
there  have  been  studies  of  the  roles  and 
problems  of  front-line  supervisors,  and 
some  actions  to  improve  their 
e^ectiveness  have  been  taken,  e.g., 
required  supervisory  training,  merit  pay 
under  the  Civil  Service  Reform  Act,  a 
new  probationary  period  for 
supervisors,,  and  a  new  magazine 
directed  to  them.  However,  it  still 
appears  that  some  first-line  supervisors 
are  not  able  to  do  the  job  at  the  level  of 
effectiveness  necessary  for  the  success 


of  many  Government  programs. 
Supervisors  as  a  class  continue  to 
exhibit  feelings  of  isolation  from  both 
the  workers  and  the  management  chain 
above  them.  These  and  other  problems 
at  the  first-line  supervision  level  are 
susceptible  to  study  and  action. 

Activity  Related  To  Issue:  Title:  WED 
Task  Force  on  Supervisors.  Estimated 
Completion  Date:  No  completion  date 
set.  Current  Status:  Initial  meetings  held 
and  data  collected  on  current  OPM 
efforts  in  the  area.  Issues  and  possible 
activities  for  task  force  involvement 
being  identified. 

3.5  Employee  Coimseling 

Issue.  What  should  the  Government's 
role  be  with  respect  to  counseling 
employees? 

Background.  The  Government  has 
begun  to  do  a  good  job  in  counseling 
employees  with  alcohol  and  drug- 
related  problems,  but  more  needs  to  be 
done  in  the  counseling  area  to  assure 
that  employees  are  able  to  devote  full 
time  and  attention  to  their  work  and 
thus  be  as  productive  as  they  can  be. 

For  example,  the  so-called  mid-life 
crisis  has  been  written  about 
extensively  in  recent  years.  There 
appears  to  be  general  agreement  that 
each  person  experiences  it,  and  that  the 
outcome  of  this  self-reassessment  can 
cause  prfound  changes  in  a  person’s  life. 
It  may  be  in  the  Government’s  self- 
interest  as  an  employer  to  consider  what 
constructive  role  it  can  play  vis-a-vis 
employees  at  this  stage  of  ^eir  lives.  A 
retrained,  reinvigorated  employee  with 
fresh  new  goals  for  the  future  should  be 
much  more  productive  than  a 
disgruntled,  depressed  employee  who 
perceives  both  himself  and  his  job  as 
being  deadened. 

Retirement  counseling  is  also  a  largely 
uiunet  need  when  a  Federal  employee  is 
coming  to  the  end  of  a  careeer  of  public 
service.  Financial  and  legal  counseling 
are  examples  of  additional  kinds  of 
counseling  needs  now  largely  unmet. 

Activity  Related  To  Issue:  1.  A  Title 
VI  research  effort  to  evaluate  the 
effectiveness  and  impact  of  employee 
counseling  programs,  and  especially 
those  aimed  at  alcohol  and  drug  abuse, 
has  been  tentatively  approved. 

2.  The  Southwest  Region  has  a 
training  package  being  presented  with 
NASA  (Houston,  Texas)  to  develop 
training  courses  to  help  employees  cope 
with  mid-career  changes. 

3.  Workforce  Effectiveness  and 
Development  Group  to  do  a  study  of 
overall  question  of  the  need  for  various 
types  of  counseling  for  Federal 
employees,  e.g.,  mid-life  assessment, 
drugs,  alcohol.  Equal  Employment 
Opportunity,  retirement,  financial,  legal. 


etc.,  and  preparation  of  an  options  paper 
for  Policy  and  Research  Advisory  Board 
consideration. 

3.6  Mid-Level  Development  Programs 

Issue.  What  policy  options  are  there 
to  improve  the  development  of  mid-level 
managers  to  prepare  them  for  senior 
assignments? 

Background.  Traditionally  mid-level 
managers  and/or  journeyman  level 
professionals  have  made  up  the  talent 
pool  from  which  the  majority  of  senior 
level  Government  managers  have  been 
drawn.  CSRA  provides  considerable 
flexibility,  special  avenues,  and 
requirements  for  the  development  of 
senior  managers.  We  now  need  to 
promote  the  development  of  mid-level 
managers  and  journeyman 
professionals.  Of  paramount 
importance,  mid-level  managers  and 
journeyman  professionals  do  not  have 
the  flexibility  of  moving  across 
occupational  lines,  which  results  in 
narrow  career  development  and  a  lack 
of  the  breadth  required  in  senior 
positions. 

Activity  Related  To  Issue:  1. 

Executive  Personnel  and  Management 
Development  Group  to  prepare  state-of- 
the-art  paper  for  Policy  and  Research 
Advisory  Board  consideration. 

4  Area  of  Concern:  Management 
Improvement 

One  of  the  underlying  principles  of 
civil  service  reform  is  that  personnel 
management  is  not  an  end  in  itself,  but  a 
powerful  means  to  improve  the 
performance,  effectiveness,  and 
productivity  of  Government  programs  of 
all  types.  OPM’s  new  involvement  in 
productivity  improvement  exemplifies 
the  Administration’s  intention  that 
Federal  personnel  management 
practices  result  in  improvements  in  the 
delivery  of  services  to  the  American 
public.  Establishment  of  the  President’s 
Management  Improvement  Council 
within  the  Office  of  Personnel 
Management  is  another  example  of  this 
interest.  OI^  is  asserting  a  larger  role 
in  the  area  of  Federal  management 
practices  than  was  true  in  the  past. 

The  issue  of  contracting  for  services, 
for  example,  directly  affects  the  size  and 
functions  of  the  Federal  workforce.  The 
impact  of  technology  on  the  workforce  is 
a  major  management  concern  in  terms  of 
obsolete  jobs,  retraining  needs,  job 
classification  changes,  and  changed 
recruitment  needs.  Overtime  work  and 
pay  policies  need  to  be  reviewed  from 
the  management,  not  just  the  pay, 
standpoint,  to  determine  what 
management  practices  give  rise  to  the 
use  and  abuse  of  overtime. 
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Ceiling  controls  administered  by  0MB 
have  long  been  used  to  control  the 
overall  size  of  the  Federal  workforce, 
but  complaints  about  adverse 
consequences  resulting  from  the  use  of 
this  technique  continue  to  increase. 

The  fundamental  underlying  issue  is 
to  think  about  how  Federal  personnel 
management  policies  and  practices 
either  help  or  hinder  Federal  managers 
in  the  achievement  of  their  program 
objectives.  Personnel  management 
policies  and  practices  must  be 
addressed  in  the  context  of  mission 
accomplishment. 

Following  are  some  of  the  more 
significant  policy  issues  in  this  area 
which  have  been  identified  at  this  time. 

4.1  Tedinology  and  the  Workforce 

Issue.  What  more  should  be  done  to 
assure  that  modem  methods, 
procedures,  and  technology  are  applied 
to  Government  operations  as  a  means  of 
increasing  the  productivity  of  the 
Federal  workforce?  If  OPM  takes 
initiatives  in  this  area  as  the  central 
personnel  management  agency  in  the 
Federal  Government,  what  is  the  most 
appropriate  manner  of  involving  the 
major  Federal  unions  in  the  process? 
How  can  employment  of  the 
handicapped  be  advanced  through  the 
use  of  new  office  technology? 

Background.  Great  emphasis  is 
currently  being  placed  upon  increasing 
the  productivity  of  Government 
operations.  Some  Government 
operations  are  using  methods, 
procedures,  and  equipment  which  are 
outmoded  and  inefficient.  New  methods 
and  technology  are  being  developed  at  a 
rapid  pace  and  could  be  adapted  for  use 
by  Government  with  resulting  sigificant 
gains  in  productivity,  effectiveness,  and 
employment  of  the  handicapped. 

Activity  Related  To  Issue:  1.  GSA  and 
OPM  considering  further 
implementation  of  office  automation  in 
Government  and  impact  on  Federal 
workforce:  occupatioital  changes, 
staffing  levels,  training  needs,  etc. 

2.  Workforce  Effectiveness  and 
Development  Group  to  prepare  policy 
options  paper  for  Policy  and  Research 
Advisory  Board  consideration. 

4.2  Tailored  Personnel  Systems 

Issue.  Should  the  many  separate 
personnel  systems  for  police  forces  and 
for  police-type  occupations  within  the 
Federal  service  be  combined  into  fewer 
personnel  systems?  Should  special 
personnel  systems  be  tailored  for 
professional  employees?  For  other 
employee  groups? 

Background.  Standard  personnel 
programs  and  practices  designed  for 
civil  service  employees  across-the-board 


do  not  always  recognize  the  special 
needs  and  career  patterns  of  members 
of  special  groups  and  professions  within 
the  Federal  workforce.  For  example, 
within  the  Federal  service  there  are 
numerous  police  forces  and  police-type 
occupations.  These  include  Park  Police 
(Interior),  Airport  Police  (FAA), 

Aqueduct  Police,  Zoo  Police 
(Smithsonian),  Secret  Service  Uniformed 
Division  (Treasury),  Federal  Protective 
Service  (GSA),  and  others.  They  differ  in 
many  key  respects,  such  as  entry 
requirements,  qualification  standards, 
compensation  plans,  retirement  systems, 
and  others.  These  differences  introduce 
administrative  instability  into  personnel 
systems  that  relate  to  what  are 
essentially  similar  kinds  of  jobs. 

Federal  firefighters,  on  the  other  hand, 
are  predominantly  covered  by  the 
General  Schedule  classification  and  pay 
system.  However,  because  of  applicable 
pay  laws,  the  unusual  natime  of  the 
work,  and  the  way  that  work  is 
organized,  there  are  important 
management  and  pay  problems  (e.g.,  pay 
inversion  between  supervisory  levels). 

Activity  Related  To  Issue:  1.  Title: 
Study  to  develop  special  systems  for 
protective  occupations  is  on 
Compensation  Group’s  projected  FY  80- 
82  project  list.  Estimated  Completion 
Date:  Not  yet  determined.  Current 
Status:  Initial  stages  of  consideration. 

2.  The  Office  of  Planning  and 
Evaluation  to  prepare  policy  options 
paper  on  tailored  personnel  systems  for 
professional  employees  for  Policy  and 
Research  Advisory  Board  consideration. 

4.3  Humanistic  Management 

Issue.  What  policy  options  are  there 
for  more  fully  realizing  human  potential 
in  the  workplace  as  a  means  to  increase 
both  productivity  and  the  quality  of 
work  life? 

Background.  One  major  underlying 
objective  of  the  Civil  Service  Reform 
Act  is  to  make  the  Federal  workforce 
more  productive  and  responsive  to  the 
public.  The  new  provisions  for  merit 
pay,  performance  appraisal,  and  the 
Senior  Executive  Service  are  attempts  to 
achieve  this  objective.  However, 
legislation  alone  cannot  fully  tap  the 
potential  in  the  Federal  workforce  for 
improvements  in  personal  performance 
and  delivery  of  services  to  the  public. 
Ways  need  to  be  found  to  identify  and 
eliminate  institutional  barriers  to 
creativity  in  the  workplace,  and  to  build 
organizational  structures  and  work 
processes  which  allow  employees  to  use 
their  full  potential  in  the  workplace  for 
the  good  of  both  themselves  and  the 
public  they  serve. 

Activity  Related  To  Issue:  1. 
Workforce  Effectiveness  and 


Development  Group  to  prepare  policy 
options  paper  for  Policy  and  Research 
Advisory  ^ard  consideration. 

2.  OPM  and  the  National  Science 
Foundation  are  conducting,  with  the 
assistance  of  Title  VI  funds,  a  research 
project  testing  the  use  of  organizational 
teams  to  improve  productivity. 

4.4  Alternatives  to  Ceiling  Control 

Issue.  What  alternatives  to  personnel 
ceilings  could  be  used  to  control  the  size 
of  the  Federal  workforce? 

Background.  The  use  of  rigid 
personnel  ceilings  to  control  the  size  of 
the  Federal  workforce  has  contributed 
to  the  inability  to  hire  needed  new 
employees,  excessive  use  of  contracting- 
out,  and  other  practices.  The  problems 
in  managing  Government  programs  and 
motivating  the  workforce  that  flow  fi:t}m 
rigid  personnel  ceilings  have  received  a 
great  deal  of  attention  in  congressional 
hearings,  professional  literature,  and  the 
popular  press. 

Activity  Related  To  Issue:  1.  Title: 
Full-Time  Equivalency  ceiling  system 
study.  Estimated  Completion  Date:  May 
1982.  Status:  On  schedule  per  plan. 

2.  Title:  Experimental  part-time  direct- 
hire  program.  Estimated  Completion 
Date:  Summer  1982.  Status:  Proposal  for 
use  of  direct-hire  authority  for  part- 
timers  approved  by  the  Director. 

4.5  Contracting  Out 

Issue.  What  are  the  policy  options 
with  respect  to  the  practice  of 
contracting  out? 

Background.  Since  it  began  in  the 
Eisenhower  administration,  the  policy  of 
contracting  out  to  the  private  sector  for 
the  commercially  available  goods  and 
services  used  by  the  Federal 
Government  has  been  highly 
controversial.  Federal  unions  view 
contracting  out  as  a  threat  to  the  jobs  of 
Federal  employees.  Private  sector 
suppliers  stress  that  the  Government’s 
business  is  not  to  be  in  business. 

Currently,  OMB  Circular  A-76 
requires  rigorous  cost  analyses  and 
head-to-head  competitive  bidding  on 
clearly  specified  work  statements 
between  agencies  and  private  sector 
contractors.  Where  no  overriding  factors 
such  as  military  necessity  arise,  lowest 
relative  cost  is  the  key  factor  in 
determining  whether  to  contract  out. 
OPM  has  a  direct  interest  in  the  practice 
of  contracting  out  because  it  affects 
such  issues  as  Equal  Employment 
Opportunity,  the  size  of  the  Federal 
workforce,  employment  ceilings,  labor- 
management  relations,  recruitment,  and 
training. 

The  requirements  for  clearly  defining 
agency  work,  capturing  the  true  costs  of 
.  performing  it,  and  measuring  the 
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expected  results,  which  are  the  heart  of 
OMB’s  policies  on  contracting  out, 
coincide  with  actions  0PM  is  urging 
agencies  to  take  to  help  improve 
productivity  within  the  Federal 
government. 

Activity  Related  To  Issue:  1.  Director 
Campbell  recently  testified  before 
Congress  on  the  personnel  management 
implications  of  contracting  out  by  the 
Federal  Government. 

2.  OPM  is  asking  agencies  to  report  on 
contracts  related  to  implementation  of 
CSRA. 

3.  The  Department  of  Defense 
Authorization  Bill  for  1980  included  a 
specific  requirement  that  DOD  certify  to 
Congress  that  before  a  contracting  out 
cost  comparison  is  made,  the  in-house 
operation  will  be  reorganized  to  its  most 
efficient  pattern.  Federal  employee 
unions  are  backing  this  provision. 

4.  OPE  to  develop  policy  options 
paper  for  Policy  and  Researdi  Advisory 
Board  consideration. 

4.6  Overtime  Policies 

Issue.  What  are  the  most  appropriate 
uses  of  overtime  work?  How  can 
overtime  use  be  focused  or  limited  to 
these  instances? 

Background.  Emphasis  on  personnel 
ceilings  rather  than  personnel  costs, 
poor  management  practices,  archaic 
laws,  the  granting  of  premium  pay  on  an 
annualized  basis,  and  other  factors 
contribute  to  the  use  of  overtime  work. 
Some  overtime  is  justifiable  and 
unavoidable.  The  unwarranted  use  of 
overtime,  however,  is  not  only 
expensive,  but  results  in  lower 
productivity,  since  each  unit  of  work 
produced  has  a  higher  imit  cost.  Human 
fytigue  during  overtime  work  also 
contributes  to  lower  productivity,  more 
errors,  and  increased  safety  risks. 

Activity  Related  To  Issue:  1.  Title: 
Premium  pay  study.  Estimated 
Completion  Date:  December  31, 1980 
(Report  to  Director  Campbell).  Current 
Status:  Draft  report  being  prepared. 

2.  Title:  GAO  survey  of  Federal 
overtime  practices.  Estimated 
Completion  Date:  Unspecified.  Current 
Status:  Preliminary  stages. 

4.7  Productivity  and  Personnel 
Management 

Issue.  What  role  should  personnelists 
play  in  relation  to  productivity  and 
management  improvement  in  the 
Federal  service? 

Background.  In  the  1950’s  the  core  of 
the  personnel  management  job  included 
staffing  and  placement  work,  position 
classification,  and  employee  relations. 
During  that  era,  employee  training  was 
added  but  the  personnel  traditionalists 
still  have  a  hard  time  accepting  it  as 


part  of  tjie  core  of  the  profession.  In  the 
1960’s,  labor  relations  was  added  to  the 
job  of  the  personnel  profession.  In  the 
1970’ s.  Equal  Employment  Opportunity 
and  affirmative  action  were  added.  In 
the  1980’s  it  is  likely  that  productivity 
will  be  added.  The  question  is  how  this 
latter  function  can  best  be  integrated 
with  the  other  personnel  management 
functions  of  the  personnel  profession  as 
a  whole,  at  the  OPM  level  and  in 
agencies  of  the  Federal  Government. 

Activity  Related  To  Issue:  1.  Study  of 
future  role  of  the  personnel  office  being 
conducted  by  Jeff  Diamond  for  the 
Deputy  Director.  Draft  expected  in 
Spring  1980. 

2.  WED  to  develop  policy  options 
paper  for  Policy  and  Research  Advisory 
Board  consideration  after  review  of 
Diamond  study. 

4.8  Grade  Escalation 

Issue.  What  should  be  done  to  identify 
and  correct  causes  of  grade  escalation? 
What  policy  options  are  there  in  dealing 
with  the  phenomenon?  What  impact 
have  grade  control  programs  had  in  the 
past,  and  what  lessons  do  they  point  to 
for  the  future? 

Background.  Position  classifiers 
complain  of  management  pressures 
upon  them  to  assign  higher  grades  to 
positions.  Managers  say  they  have  little 
fyith  in  the  position  classification 
process.  Out  of  these  clashes  over 
position  classification  has  come  a 
continuing  problem  of  grade  escalation 
in  the  Government  as  a  whole.  In  the 
past  there  have  been  periods  of 
heightened  concern  about  grade 
escalation,  studies  to  identify  the 
causes,  and  control  measures  such  as 
the  average  grade  program  imposed  by 
0MB. 

Activity  Related  To  Issue:  1.  Navy 
demonstration  project  under  Tide  VI, 
CSRA,  attempts  to  lessen  the  pressure 
on  the  classification  system  by  shifting 
to  pay  for  performance  and  replacing 
the  GS-5/18  grade  structure  with  5 
broad  pay  categories. 

2.  Speciail  government-wide  task-force 
being  established  to  study  the  position 
classification  system. 

5  Area  of  Concern:  Labor-Management 
Relations 

The  effectiveness  and  efiiciency  of 
Government  operations  are  influenced 
increasingly  by  labor  management  and 
employee  relations.  Collective 
bargaining  in  the  Federal  Government 
has  evolved  a  great  deal  since  1962 
when  President  Kennedy  established  the 
Federal  Labor  Management  Program  by 
Executive  order.  Since  then,  the  number 
of  nonpostal  civilian  Federal  employees 
organized  into  bargaining  units  has 


increased  firom  under  25,000  to  over  1.2 
million,  or  60  percent  of  all  nonpostal 
civilian  Federal  employees.  Bargaining 
extends  to  matters  which  previously 
were  subject  only  to  unilateral 
management  action.  'Through 
negotiation  and  consultation,  a  broad 
range  of  personnel  policies  and  working 
conditions  have  come  imder  bilateral 
decisionmaking.  They  include  the 
scheduling  of  work  hours,  overtime  and 
rest  periods;  leave  administration; 
safety  and  health  practices;  training  and 
promotion  policies;  and  grievance  and 
complaint  handling.  Pressure  to  expand 
these  areas  is  certain  to  continue. 

The  Federal  Labor  Management 
Relations  Program's  primary  intent  is  to 
promote  the  well-being  of  employees 
and  the  efficient  administration  of 
Government  by  establishing  orderly  and 
constructive  relationships  between 
labor  organizations  and  management 
officials.  The  underlying  assumption  of 
the  program  is  that  employee- 
management  relations  can  be  improved 
by  providing  employees  with  an 
opportunity  for  greater  participation  in 
developing  policies  and  procedures  that 
affect  their  employment  conditions 
while  maintaining  the  public  interest  as 
the  paramount  consideration. 

Following  is  one  of  the  more 
significant  policy  issues  in  this  area 
which  has  been  identified  at  this  time. 

5.1  Improving  the  Labor-Management 
Relationship 

Issue.  To  what  extent  is  the  labor 
relations  system  devised  in  Title  VII  of 
CSRA  meeting  its  goals  of  enhancing 
employee  well-being  and  Government 
efficiency  and  effectiveness?  What  is 
the  proper  mix  of  adversarial  and 
cooperative  relationships  in  the  Federal 
labor-management  relations  program? 
What  steps  need  to  be  taken  to  move 
Federal  labor  relations  closer  to  the 
Congressional  intent? 

Background.  The  labor  relations 
system  enacted  in  CSRA  draws  its  roots 
^m  the  private  sector  model,  with 
some  important  distinctions.  These  are 
primarily  a  narrower  scope  of 
bargaining,  particularly  with  respect  to 
significant  economic  issues,  union 
security,  and  a  prohibition  on  strikes. 
These  exceptions  recognize  the  special 
nature  of  government  and  the  fact  that 
the  public  interest  is  paramount,  but 
they  also  remove  or  lessen  part  of  the 
dynamics  that  makes  private  sector 
labor  relations  work.  Employee 
organization  and  participation  through 
labor  unions  are  an  accomplished  fact, 
but  the  best  means  of  achieving  a  good 
fit  of  the  adversarial  and  cooperative 
nature  of  the  Title  VII  system  to  the 
Federal  system  is  not  fully  clear. 
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Activity  Related  To  Issue:  Office  of 
Labor-Management  Relations  to  prepare 
policy  options  paper  for  Policy  and 
Research  Advisory  Board  consideration. 

6  Area  of  Concern:  Merit  and 
Entitlement 

Pollster  Daniel  Yankelovich  reports 
that  about  three-fourths  of  the  nation’s 
workforce  has  been  overtaken  by  a 
psychology  of  entitlement-feeling  that 
they  deserve  good  jobs,  a  rising 
standard  of  living,  plus  a  satisfying  work 
experience,  Carnegie-Mellon  University 
economist  Arnold  Weber  says  that 
throughout  the  American  workplace  the 
1980’s  will  be  a  time  of  increased 
tension  and  potential  conflict  among  the 
various  groups  in  the  labor  force.  Weber 
predicts  that  with  women,  minorities, 
handicapped  workers,  veterans  and 
others  seeking  special  attention  in  the 
workforce,  a  backlash  against 
affirmative  action  will  grow.  Harvard 
University  economist  Richard  B. 

Freeman  says  that  workers  age  25  to  44 
will  encounter  fierce  competition  for 
promotions,  coupled  with  substantial 
career  disappointments.  Director 
Campbell  has  spoken  to  this  latter  point 
in  recent  speeches. 

In  short,  in  the  next  few  years  we  can 
expect  increased  claims  for  employment 
entitlements  from  a  variety  of  groups 
and  increased  dissatisfaction  when  the 
perceived  entitlements  cannot  always 
be  realized.  Unions  stand  to  gain  in 
membership  and  influence  from  this 
situation.  There  will  be  increased 
pressure  on  management  to  provide  the 
training,  career  development 
assignments,  and  other  forms  of 
credentialism  which  will  be  perceived  to 
be  necessary  for  advancement  and 
successful  competition. 

There  will  be  increased  pressure  to 
accommodate  the  traditional  principles 
of  the  merit  system,  e.g.,  open 
competition,  selection  based  on 
qualifications  for  the  work, 
advancement  based  on  performance, 
and  equal  pay  for  equal  work,  to  the 
claims  of  entitlement. 

The  larger  number  of  well-qualified 
individuals  available  to  fill  mid  level 
and  high  level  positions  may  act  to 
reduce  the  upward  pressure  on  pay  and 
benefits. 

Following  are  some  of  the  more 
significant  policy  issues  in  this  area 
which  have  been  identified  at  this  time. 

6.1  Employment  of  Handicapped 
Individuals 

Issue.  What  policy  options  are  there 
for  ensuring  reasonable  accommodation 
in  Federal  employment  to  handicapped 
individuals? 


Background.  According  to  census 
reports,  there  were  more  than  11  million 
Americans  who  had  a  permanent  work 
disability  in  1970.  With  enactment  of  the 
Rehabilitation  Act  of  1973,  as  amended, 
and  its  provisions  regarding  affirmative 
action  for  the  handicapped,  and  because 
of  new  technological,  medical  and 
rehabilitation  developments,  there  is  a 
growing  number  of  handicapped  persons 
entering  the  labor  market  and  seeking 
Federal  employment.  The  degree  to 
which  these  individuals  may  be  denied 
employment  opportunities  is  unknown. 

In  addition,  the  issue  of  what  constitutes 
reasonable  accommodation  for  these 
individuals  is  in  no  way  settled. 

Activity  Related  To  Issue:  1.  Office  of 
Affirmative  Employment  Programs  to 
develop  policy  options  paper  for  Policy 
and  Research  Advisory  Board 
consideration. 

2.  0PM  will  participate  with  HEW, 
using  Title  VI  funds,  to  research  ways  of 
identifying  and  reducing  the  adverse 
impact  of  selection  procedures  with 
regard  to  handicapped  individuals. 

6.2  Multiple  Clientele  Groups 

Issue.  How  should  OPM  prepare  itself 
to  respond  to  the  needs  of  the  several 
minority  groups,  women,  handicapped, 
and  aging  workers? 

Background.  There  is  increasing 
recognition  of  the  problems  facing  the 
several  minority  groups,  women, 
handicapped,  and  aging  workers  on  a 
national  rather  than  a  more  localized 
basis.  This  is  resulting  in  greater 
demands  on  the  Federal  Government  to 
respond  to  their  needs  in  terms  of 
governmental  services,  recognition,  and 
employment  opportunities.  This  trend 
can  be  expected  to  continue.  OPM  needs 
to  consider  how  it  can  best  organize  its 
affirmative  employment  program  and 
resources  to  equitably  address  the  needs 
of  all  affected  groups. 

Activity  Related  To  Issue:  Office  of 
Affirmative  Employment  Programs  to 
develop  policy  options  paper  for  Policy 
and  Research  Advisory  Board 
consideration. 

6.3  Written  Tests 

Issue.  What  should  be  the  future  role 
of  written  tests  vis-a-vis  alternative 
selection  procedures  in  the  Federal 
employee  selection  process? 

Background.  Recent  events  have 
brought  into  question  the  future  role  of 
written  tests  in  the  selection  process. 

For  example,  the  Uniform  Guidelines  on 
Employee  Selection  Procedures 
emphasize  that  alternative  selection 
procedures  be  used  to  eliminate  the 
adverse  impact  of  written  tests.  Also, 
recent  attempts  at  the  State  level  to 
enact  so-called  Truth-in-Testing  laws 


could,  if  applied  at  the  Federal  level, 
make  the  development  and 
administration  of  written  tests 
prohibitively  expensive. 

Activity  Related  to  Issue:  1.  Title: 

Study  of  alternative  approaches  for 
conducting  occupational  analysis  used 
in  test,  rating  schedule,  and  standards 
development.  Estimated  Completion 
Date:  12/80.  Current  Status:  Guidance 
issued.  Outreach  and  training  efforts 
underway. 

2.  A  Title  VI  research  effort  to  prepare 
a  cluster  of  state-of-the-science  papers 
relative  to  the  efficacy  of  written  tests, 
other  selection  instruments  and 
combinations  of  selection  instruments 
has  tentatively  been  approved. 

7.  Area  of  Concern:  Long-Range  Policy 
Issues 

There  is  a  need  to  think  about  Federal 
workforce  patterns  and  problems  five  to 
ten  years  in  the  future.  Other  Areas  of 
Concern  in  this  Policy  Agenda  deal  with 
more  immendiate  policy  issues.  The 
effects  of  personnel  cutbacks, 
affirmative  action,  shorter  workweeks, 
growth  in  part-time  employment,  a 
slower  economy,  an  aging  population, 
energy  crises,  and  other  significant 
forces  need  to  be  evaluated  and  planned 
for.  What  effect  will  they  have  on 
staffing,  training,  recruitment,  labor- 
relations,  and  other  personnel 
management  programs?  It  is  good 
business  to  try  to  know  all  it  is  possible 
to  know  about  the  future  and  to  lay 
plans  in  the  present  for  dealing  with 
future  contingencies. 

7.1  Work  Force  Planning 

Issue.  How  can  the  data  needed  to 
plan  for  future  workforce  requirements 
best  be  collected,  analyzed,  and  used? 
What  systems  can  OPM  establish  in 
Government  to  allow  OPM  and  agencies 
to  foresee  and  prepare  for  broad 
demographic  and  social  changes  that 
will  affect  employment  markets  in  the 
future? 

Background.  We  do  not  now  have  a 
good  understanding  of  how  changes  in 
population  and  labor  force  variables 
such  as  age,  sex,  occupation,  and 
education  can  affect  the  Federal 
workforce.  Nor  have  we  done  much 
systematic  analysis  of  how  such 
variables  as  employee  attitudes, 
changes  in  economic  conditions 
(inflation,  recession],  legislation  (energy, 
environment),  or  other  large-scale  social 
and  economic  shifts  can  affect  the 
Federal  workforce. 

Activity  Related  to  Issue:  1.  A  Title  VI 
research  effort  on  forecasting  staffing 
needs  and  external  labor  markets  has 
tentatively  been  approved. 
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2.  Title:  GAO  review;  Issues  and 
Barriers  to  Effective  Workforce 
Planning.  Estimated  Completion  Date: 
Unspecified.  Current  Status:  Preliminary 
stages.  GAO  will  study  the  impact  of 
approximately  20  previous  related  GAO 
reports. 

7.2  Future  Role  of  Personnel 
Organization 

Issue.  What  are  the  potential  roles  for 
political  appointees,  executives, 
managers  and  supervisors,  the 
personnel  staff,  and  other  staff  offices  in 
the  field  of  personnel  management? 
Where  should  the  personnel  officer  fit  in 
the  managerial  team?  How  can  the  labor 
relations  function  best  be  carried  out? 

Background.  Most  personnel  officers 
report  to  an  individual  with  broader 
responsibilities  for  administration. 
Relatively  few  are  considered  part  of  the 
top  management  team  of  their  agencies. 
The  enactment  of  civil  service  reform 
and  the  creation  of  OPM  are  intended  to 
accomplish  dramatic  changes,  including 
changes  in  the  role  of  personnel 
management.  Involvement  in  labor- 
management  relations,  productivity, 
workforce  effectiveness,  executive  and 
managerial  development,  quality  of 
working  life  and  accoimtability  will  help 
determine  whether  the  personnel 
manager  is  a  part  of  the  management 
team.  The  issue  might  be  stated  better 
by  addressing  how  the  Federal 
personnel  function  is  to  be  carried  out, 
and  what  contribution  should  be 
expected  from  political  leadership, 
operating  line  executives  and  managers, 
personnel  managers  and  their  staffs,  and 
other  staff  offices.  Not  all  Federal 
personnel  managers  should  play  the 
same  role  or  operate  in  the  same 
fashion. 

Crucially  important  is  the  role, 
function,  and  organization  of  the 
personnel  office  in  a  workforce  that  is 
60%  organized.  One-by-one  agencies  are 
splitting  off  labor-management  relations 
from  personnel  since  it  cannot  be 
handled  adequately  with  aggressive 
unions  under  strong  law  when  buried  in 
the  personnel  function. 

Activity  Related  to  Issue:  Study  of  the 
future  role  of  personnel  being  conducted 
by  Jeff  Diamond  at  the  direction  of  the 
Deputy  Director.  Draft  expected  in 
Spring  1980. 
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